The results showed that the work culture has no effect on job satisfaction. Work stress has no effect on job satisfaction. Work culture affected to the employee performance. Work stress had no effect on employee performance. Job satisfaction had no effect on performance. The implication of this research was to establish a strong working culture to decrease work stress and increase job satisfaction which ultimately improved employee performance.
Introduction
In the world of employment, work stress problems often experienced by employees and had an influence on the employee performance, while the employee's performance was affected by many things including work culture and job satisfaction [1] . High job satisfaction would improve performance. If low levels of satisfaction it would lower the performance [2] . Ruyter [3] explained that when stress was in high levels, job satisfaction decreased and when the stress level was low then the performance would be improved.
Haque [4] stated that job satisfaction was influenced by the function and status of employees within an organization where high rank employees would feel more satisfied because they had greater autonomy, more varied jobs and had the freedom to do the assessment. Dwaikat [5] and Imtiaz [6] stated that job satisfaction affected the performance when they got the best out of the organization. Robbins [7] explained that the factors leading to the emergence of stress at work were: task demands, role demands, interpersonal demands, organizational leadership and organizational structure. Gbolahan [8] stated the stress was caused by uncertainty, discrepancy between expectations and reality within the organization.
One of the offices which had not yet owned up the maximum performance was the State Treasury Service Office in Jakarta. The office was the public service office under the Directorate General of State Treasury, Finance Ministry of Republic of Indonesia. State Treasury Service Office played an important role in supporting the smooth development. In general, bureaucratic reforms had improved the quality of service and laying good government foundations, but still had some weaknesses in aspects of governance, institutional and human resource management that was likely not performing optimally.
Performance which was not in the maximum level was suspected that the work culture, job stress and job satisfaction were decreasing. Based on previous studies the relationship between the variables of work culture, work stress, job satisfaction and employee performance research resulted vary. Some claimed work culture could reduce stress and effect on employee performance [9] . There was also a work culture could not improve the performance of employees [10] . Stress did not affect job performance and job satisfaction among employees, [11] , [12] , [13] .
Based on this phenomenon and the variation of the previous research results, it was used as a background for further research. The purpose of this research was to measure and explain the influence of work culture on work satisfaction; work stress on job satisfaction; work culture on employee performance; work stress on employee performance, and job satisfaction on employee performance.
II.
Review Of Related Literature
The Concept of Work Culture
Robbin [14] explained that the work culture was practically contained some definitions of the pattern of values, attitudes, behaviour, intention and results of the work, including any instrument, work systems, technology and the language it used. Culture was closely linked to the values and the environment that lead to the meaning and philosophy of life, which would influence the attitudes and behaviour at work. Culture was the result of life experiences, habits, and the selection process (accept or reject) the norms that exist in a social interaction or put himself in the middle of a particular work environment.
Hofstede [15] categorized cultural layers to classify people according to the habits of their environment: 1. National level, based on a country. 2. Local level (regional), and / or ethnic, and or religion, and or language. 3. Difference sex level (gender). 4. Generation level, such as parents with young children. 5. Social levels, associated with education, and occupation or profession. 6. Levels of the organization or company.
Individual performance of an organization community was influenced by various factors, one of which was a good and conducive organizational climate to make how a person felt comfortable and safe carrying out the work according to his profession. Someone who felt safe and comfortable in doing his job, a profession was related to the job or profession was said to be a work culture that was reflected in the work day behaviour. Of course, the behaviour was expected to be consistent with the vision and mission of the organization, it could be said that the behaviour of a person working behaviour was directly or indirectly influenced by the value of organizational culture manifested into work culture. That close relationship as being suggested by Kotter and Haskett [16] put the work culture in the company's first order, namely: (1) work culture, (2) the structure, systems, formal policy plan, (3) leadership, (4) organized environmental and competitive.
The Concept of Work Stress
Bunk et al [17] said that job stress was a result of a mismatch between what the individual wanted and what was provided by the job, or the inappropriateness between job demands and the employees' capabilities. Ross and Altmeir [18] said that job stress was the interaction between working conditions and employees characteristics, where the demands of the job exceed the capabilities to deal with it. According to Luthans [19] , the sources of job stress included the sources of stress outside the organization, made up of social and technological change, economic conditions, moving house, racial and community circumstances. Individual sources of stress, such as role conflict, ambiguity, change, life and career.
Behr and Newman [20] found that there were three types of personal symptoms that appeared in the workers due to work stress. Those symptoms were psychological symptoms, such as emotional and cognitive issues that rose under conditions of work stress. The stress which were included in psychological symptoms were anxiety, tension, confusion, frustration and anger, boredom, job dissatisfaction, mental fatigue, decreased intellectual function, and lack of concentration and declining confidence. Physical symptoms were physical health decline gradually, which was included in physical symptoms such as increased heart rate, blood pressure, physical exhaustion, symptoms of behaviour was behaviour that arise as a result of work stress were included in the behavioural symptoms such as delay and avoid the work, performance and low productivity.
The Concept of Work Satisfaction
Job satisfaction was the emotional attitude of fun and loving his job. This attitude was reflected by the morale, discipline and work performance. Job satisfaction was enjoyed in the work [21] . Job satisfaction was: "An expression of happy feeling and positive which was the result of job assessment or work experience [22] . Job satisfaction was employee satisfaction towards his job. That feeling was a reflection of the adjustment between what was expected of employees from work [23] .
Robbins [24] said that job satisfaction was as an individual general attitude towards his job. Job satisfaction was a reflection of the characteristics of a better job to make higher job satisfaction.
Employees Performance
Bernardin and Russel [25] , proposed six primary criteria that could be used to measure performance, the quality which was the degree to which the process or the results of the implementation of approaching perfection or close to the expected goals; Quantity was the quantity produced. Timeliness is the degree to which an activity was completed at the desired time with respect to coordinating other outputs and the time available for other activities. Cost effectiveness was the degree to which the implementation of the human resources, finance, technology, and materials were maximized to achieve the highest yield or reduction of loss of each unit of resource use. The need for control was the degree to which an employee could perform the functions of a job, regardless of the supervision of a supervisor to prevent actions that were less desirable and interpersonal impact was the degree to which employees maintained self-esteem, goodwill and cooperation among colleagues and subordinates. Furthermore Malthis and Jacson [26] identified five major standards in performance assessment, such as: quantity of output; quality output; Long term; presence in the workplace and cooperative attitude.
III.
Research Method
Research Design
The research was designed by using a quantitative approach. The type of research used in this research was explanatory. The research locations were in State Treasury Services office in Jakarta. Primary and secondary data were collected by cross section that was research a particular time by using the number of respondents. Data were collected directly to the location of the research.
Population and Research Sample
In this research, the first step in the selection of respondents was to determine the population, after the population had been known; the withdrawal of a representative sample of the population was set. The populations in this research were all employees scattered on the State Treasury Service Office with the 280 employees' numbers entirely. Sampling technique used in this research was stratified proportional random sampling, in which samples were taken for each stratum in proportion (ratio) and strata corresponding to the total population. [27] The determination of the samples number used in this research was using Slovin formula with the sample totaled of 152.
Data Analysis Method
The analysis used in this research was a quantitative analysis. The analysis was used to describe the findings based on the use of instruments such as questionnaires which was scored in the form of quantitative figures. This research was used PLS (Partial Least Square) approach.
The reason for this research by using PLS (Partial Least Square) approach was that PLS was a powerful method of analysis since it could be applied at all scales of the data, did not require a lot of assumptions and sample size should not be large [28] . When the quantitative analysis result was not optimal, the qualitative analysis would support it to obtain qualitative information. That information was obtained through interviews with several informants and they were part of the respondents.
IV.
RESULT AND RESEARCH DISCUSSION
Description of State Treasury Service Office (KPPN) Jakarta
State Treasury Service Office was the technical areas of the Directorate General of State Treasury support which supported the treasury functions. Directorate General of State Treasury was as an element of executing most of the main tasks of Ministry of Finance to do the formulation and implementation of policies and technical standardization in the field of budget revenues and expenditures.
To finish these tasks, the Directorate General of State Treasury's vision was to become a professional treasury management, transparent and accountable in the process of realizing an independent and prosperous nation. In order to achieve this vision, the mission should be completed by the Directorate General of State Treasury was managing the budget carefully, responsibly and transparently, empowering the state budget according to the financial condition of the country to support government policies in order to control and economic development and improving the welfare of the nation. Another thing to do was to perform the task as framers, implementation and technical standardization in the field of the state treasury.
Respondents Identity
The respondent identities in this research were civil service office of State Treasury Service Office (KPPN), a description of the identity of the respondents as follows 27 .55 percent. The data indicated that the nature of work at the Jakarta State Treasury Service Office needed more male employees than female employees. Jakarta KPPN age composition was quite ideal. The employees aged over 50 years were having the amount of at least 6.59%, to the age of 50 years were directed to carry out the planning work. Besides the overall composition of the State Treasury Service Office in Jakarta were in the productive age, where more aged 0 -30 years 18.56%, 30 to 40 as much as 27.54%. Young age's employees could support the ministry and treasury Jakarta that required speed, not knowing the time and the level of risk that could be run very well. Employees education level were educated in senior high school level which were around 18.56%, this condition indicated that there was still the Employees limitations in developing information technology and strategic thinking power in the management of state finances. Service activities were pretty solid and the higher the capacity of its existence required employees who have a higher education in order to develop the ability to do services to all partners.
Nevertheless, D1/D3 education were as much as 27.54 percent, 47.31 S1 and S2 as much as 6.59 percent. The great composition for D3 levels to master could cover the shortfall Employees who had high school education level that did not reduce the performance of the service to all existing stakeholders. D3 level who were graduated from STAN were field technical human resources. With higher education was the internal force of the State Treasury Service Office Jakarta was highly profitable and was expected to support a quality service.
Most respondents had a working time of between 10 years to 15 years around 47.54%. Employees composition who have 10 years more experience than the less than 10 years were showed that the State Treasury Service Office in Jakarta had employees that were ready to be assigned to serve partners. A high experience indicated that employees had the appropriate skills and experience and had not many obstacles in performing their duties.
Hypothesis Testing result
The results of hypothesis testing with Partial Least Square (PLS) analysis showed that 4 hypothesis was stated had no significant effect, whereas a significant hypothesis stated that work culture influenced on employee performance because of the estimation results indicated that T-Statistic> 2. Hypothesis testing was done by partially between the independent variables with the dependent variable. The results of hypothesis testing were presented in Table 2 
Discussion
The results of the analysis stated that the work culture on job satisfaction was not significantly affected. Employees of State Treasury Service Office Jakarta had confidence that the current work culture emphasized employees should increase labour productivity in the industry that excellent service to the community in its implementation had not been achieved yet could increase employee job satisfaction. These results differ from the results of research conducted by Kumar (2010) which stated there was the influence of work culture on job satisfaction. Strong work culture helped the employees understood the duties and functions of financial services. (Robbins and Judge, 2007) . Each job had a distinction one another. Differences could be identified by the way they solved problems, how they acted and values espoused, the treatment led to the behaviour of subordinates and subordinates and superiors. The work culture of Jakarta State Treasury Service Office showed that they still need to have improvement in order to create a strong work culture that could reduce job stress and job satisfaction which ultimately improved employee performance. However, the analysis stated that culture significantly influenced the employee performance. Work culture that emphasized high productivity that employees work despite declining job satisfaction evidently increased performance because employees felt that the work that had been done bound regulatory organization that must be implemented.
The results of this research support the research conducted by Jaharuddin (2009); Mohd Nor Liyana (2010); Samartha (2009) showed a direct relationship to the performance work culture.
Work Stress analysis results on job satisfaction showed no significant influence value. Obtaining these results implied that excess workload, task demands, time constraints demand role had established job stress. Experienced job stress resulted in decreased job satisfaction. The results of this research supported the results of research conducted by Kasmi (2010) which suggested a negative effect of work stress on job satisfaction.
The results of the analysis stated that job stress had no significant effect on employee performance. These results indicated that although they had stress but the symptoms were still within tolerance or not so severe as they tried to find a solution how to complete the work in accordance with the target organization. This research supported previous research by Ahsan (2009); Womble (2010) which stated work stress had no effect on the performance of the employees
The results of the analysis, the effect of job satisfaction on employee performance demonstrated the value effect which was not significant. Obtaining this result implied that job satisfaction was important in improving employee performance, although the performance of the employees had been successful, but it was not because of job satisfaction, but through the work culture of high pressure to employee productivity.
These results were contrasted with a research conducted by Ahsan (2009) which stated positively related to job satisfaction and significant impact on employee performance. Positive relationship to job satisfaction Employee Performance meant that both job satisfactions would have an impact on improving employee performance.
V.
Conclusion And Suggestion
Conclusion
Work Culture had not been able to improve on employee work satisfaction of State Treasury Service Office in Jakarta. This was because it had been the enactment of the culture that suppressed its employees for high productivity in the society service. Given these pressures lead to decreased employee satisfaction. The work dissatisfaction that accumulated each day resulted in job stress. However, employee stress of State 
